We theorize about Enterprises Performance Measurement systems. 2001 Gabonese Small Enterprises were surveyed for the analysis. The first aim of this research is to examine how the enterprise leader's individual characteristics can impact on Performance Measure Systems. The second aim is to identify the relationship between performance measure systems and the enterprise management performance. The results of this research highlight that in the Gabonese context there is a significant connection between self-esteem, locus control and Performance measure systems. This paper also demonstrates that there is a relationship between Performance Measure Systems and Enterprise Management Performance.
defines innovation in terms introduction of new products, new production methods, opening new markets or new sources of supply and the reorganization of the business, market and industry. 2.5.2 Rigidity Kalika M. (1987) defines the rigidity as a lack of adaptability and variability. Kounin (1948) extends the definition of rigidity as the degree of differentiation of individuals. An individual whose individual characteristics are relatively undifferentiated tends to be more rigid due to stereotyped behaviors learned and little opportunity to take action. Rokeach (1960) combines rigidity with resistance to change. 2.5.3 Need for achievement, power and affiliation Mc Clelland (1961) identifies three needs from an individual for his motivation: achievement, power and affiliation. The need for achievement is linked to individual desires to be fulfilled, of master a skill, control and establish high standards. The power one is divided into two parts, social power and personal power, the power is the ability to influence its environment through its commitment. The affiliation need is defined as the need to belong to a group, to establish harmonious relations with its environment and the need to feel accepted by others. 2.5.4 Intolerance of ambiguity Budner (1962) defines the ambiguity as the lack of sufficient evidence to properly structure a situation. The ambiguity may come from the novelty, complexity, or insolubility. Budner defines Intolerance for ambiguity as the tendency to perceive ambiguous situations as a threat while the tolerance for ambiguity is the result of collecting these situations as desirable. 2.5.5 Locus control Rotter (1966) defines locus control as the ability of individuals to perceive the influence of events in his life. Individuals internal believe in their own ability to influence their lives and their behaviors give little attention to external events while those outside reject the rule that personal efforts are the primary determinant of their results. 2.5.6 Tendency to take risks Brockhaus (1980) defines the tendency to take risks as the perception of the probability of receiving rewards associated with success in the situation given by the individual and the consequences associated with the failure of this situation, comparatively to a situation that would cause less rewards and less impact than the proposed situation.
Performance Measure Systems
For enterprises, a measure of performance can be financial or non-financial. The financial measures are used for a very long time. However, the literature criticizes this kind of measure of performance because it is often outdated (Fisher, 1992; Ittner & Larcker,1998a) .The non-financial measures are then emerged as an alternative, these measures are however not free from critical, because non-financial measures as far as financials are lead to dysfunctional behaviors that employees are acting in their own interests rather than the interests of the company (Fisher, 1992; Ittner & Larcker, 1998a) .The design of a performance measure help to assist leaders to make progress necessary to achieve goals and objectives desired by the company. (Chenhall, 2003) .According to Malina & Selto (2004) , the design is the most important step of implementing a performance measure because the use is fairly simple when the right measures have been designed. Malina & Selto continue in identifying characteristics of a good performance measure. These should be diverse and complementary, objective and verifiable, informative, a communication tool for the strategy, a tool to reward, and be useful for decision-making. Regarding the use of performance measures, they help to track results, directing attention to assist in decision-making (Simon & al. 1954; Burchell et al.1980 ) provide a new possible use of performance measures in the case of the legitimization. Simon (1990) established two possible uses of performance measures; it develops the theory of using "diagnostic" and "interactive "of performance measures. The use of diagnostic is widely used and serves to coordinate and communicate the priorities of the organization, all associated with a reward system that focuses on cooperation of managers towards the priorities the organization. Grau, Micah E. (2008) studied the relationship between performance measures and approach based on resources. He concludes that the use of interactive performance measures has a positive influence on the capacity market orientation, entrepreneurship, innovation and learning organizational diagnosis and the use has the opposite effect. This view point is confirmed by Naranjo-Gil & Hartmann (2006) ; they indicated that the introduction of cost strategy is positively related to the use of diagnostic performance measure while the flexibility of the implementation of the strategy is positively affected by the interactive use of performance measures combined with the use of non-financial allocation resources. Finally Ittner et.al (2003) measured the implications for performance relating to the use of performance measures. They conclude that an organization which uses more comprehensive non-financial performance measures will experience higher return on investment.
2.7
Connection between individual characteristics, performance measure systems and enterprise management performance 2.7.1 Intolerance for ambiguity, the diversity and the use of performance measures According to Begley & Boyd (1987) , a leader who shows a greater intolerance for ambiguity would like to get more information than a leader with less intolerance for ambiguity to properly structured situations in order to improve enterprise performance but also its own performance. The leader will therefore use a greater variety of information, including performance measures (McGhee et al., 1978) .To reduce the threat caused by the complexity of a situation (Budner, 1962) , the leader wants to use all of these measures to ensure that the situation isn't out of control for him and the threat of uncertainty and lack of sufficient evidence to control the situation. This begs the following assumptions: H 1 -The level of intolerance for ambiguity is positively associated with the diversity of performance measures H 2 -When a leader shows a higher degree of intolerance ambiguity, the effect of performance measures diversity on enterprises management performance is higher. The uncertainty created by the gap between information desired and information obtained (Galbraith, 1973) will ensure that the leader wants to use intensively performance measures not only for monitoring results, but also to direct attention, because in this case, the system put in place may be seen as an opportunity for learning and understanding the situation development (Chapman, 1997) . This begs the following assumptions: H 3 -The level of intolerance for ambiguity is positively associated with the use of performance measures. H 4 -When a leader demonstrates a higher degree of intolerance ambiguity, the effect of the use of performance measures on enterprise management performance is higher. 2.7.2 Locus control and the diversity of performance measures and Locus control and the use of performance measures An internal locus control is a processor that is not enough efficient to help a leader to perform well. The leader would like to get additional information that are linked to results (Fisher, 1996) .The leader with an internal locus control is able to know if the information is relevant or not, especially in situations of uncertainty. In situations where uncertainty is high, the leader will perceive the diversity of performance measures as more useful and relevant (Fisher, 1996) . Leader with an internal locus control wants to use more different performance measures than a leader with an external locus control. This begs the following assumptions: H 5 -An internal locus control is positively associated with performance measures' diversity. H 6 -When a leader demonstrates an internal locus control, the effect of diversity of performance measures on enterprise management performance is higher. The leader with internal locus control will tend to use performance measures more intensively. He would like to do more than simply measure results. He will be also more receptive to all performance measures but a leader with external locus control will not see the usefulness of performance measures. The leader with an internal locus control will not only measuring results but also directs the attention of his employees to increase its own performance and the enterprise performance company. We believe that the discussion takes the following assumptions: H 7 -An internal locus control is positively associated with the use of performance measures. H 8 -When a leader shows an internal locus control, the effect of the use of performance measures on enterprise management performance is higher. 2.7.3 Self-esteem and the diversity of performance measures and Self-esteem and the use of performance measures Finally, the leader with lower self-esteem wants positive and regular confirmations to improve its performance. He will therefore likely to use more diversified performance measures in order to maintain its ability to reinforce in desirable situations. This begs the following assumptions: H 9 -A low self-esteem is positively associated with the diversity performance measures. H 10 -When a leader shows a low degree of self-esteem, the effect the diversity of performance measures on enterprise management performance is higher. In their study, Gregory B.Northcraft and Susan J. Ashford (1990) tested two types of feedback on individual characteristics, neutral feedback and reinforcement feedback. The neutral feedback consists simply to transmit results to the person without further comment. We can associate this type of feedback monitoring to the use of results while the use of reinforcement is used to communicate to the person the commented results that will support the assessment. We associate this kind of feedback to the use of performance measures in order to direct attention.
The leader who shows a low self-esteem should also use performance measures to direct the attention. The leader showing a high degree of self-esteem, only use PMS for monitoring results is necessary because he believes in its capacity as leader and doesn't believe that he needs to direct attention to achieve his objectives. This discussion begs the following assumptions: H 11 -A low self-esteem is positively associated with the use of performance measures. H 12 -When a leader demonstrates a degree of low self-esteem, the effect of the use of performance measures on enterprise management performance is higher. 2.8 Relationship between performance measurement systems and enterprise management performance Performance measures systems are important for increasing enterprises performance (Epstein & Manzoni, 1998 Said et al 2003 Atkinson & Epstein, 2000; Widener, 2007) . Indeed, various authors studied the impact of performance measures on enterprises performance and demonstrate the positive impact of these various measures. (Epstein & Manzoni1998, Said et al 2005 Atkinson & Epstein, 2000; Widener, 2007) Investigations confirm a connection between performance measures and enterprise performance. Widener (2007) , in his study, indicates that the performance measures act as a mediating agent between strategic resources and organizational performance. The results obtained in this research demonstrate that the belief systems of the enterprise influence and complete each other control systems, this in order to increase organizational performance. What is consistent with results from Widener (2007) is: given that the manager is the leader of the enterprise, all the control systems and belief systems of the enterprise will be tinged with his individual characteristics, because all future decisions for the company will be influenced by its experiences, his will and his academic training. Other researchers have studied the enterprise management performance. Chong (1998) examined the moderating effect that can have the individual characteristics of the leader, the link between the configuration of performance measures and enterprise management performance. He concludes that alignment between individual characteristics and greater use of performance measures increases enterprise management performance. Webb (2004)'s research discusses the importance of leaders engagement for performance measures systems to be effective. Webb (2004) also discussed the importance of establishing a causal link between performance measures and performance of the enterprise and that when leaders see the causal link, they will tend to adhere to new performance measures. Hall (2008) also indicates that performance measures can have an effect on enterprise management performance in clarifying the expectations from the manager and clarifying its role and providing feedback to improve the intrinsic motivation of the manager. In the context of a Small Enterprise, a leader who will get the desired results with performance measures will tend to continue to improve behavior as personal and organizational to maintain the performance of the enterprise. The use of performance measures examined in this study are those of performance monitoring and management of attention, which may be the reflect that the leader wants but cannot regularly follow (Monitoring) and he needs to validate regularly. All these studies will allow us to conclude that performance measures are seen as increasing organizational performance, the performance measures chosen are such to attract the attention of employees on what is measured, resulting in a change in their behavior and in the case of SEs, organizational performance is lead by the performance of the leader. These results lead to the following assumptions: H 13 -The diversity of performance measures is positively associated with enterprise management performance. H 14 -The use of performance measures is positively associated with enterprise management performance.
Methodology

Sampling and Data Collection
The population of this paper was constructed using the database "Répertoire des Petites et Moyennes Entreprises Gabonaises: Annuaire: Ministère des Petites et Moyennes Entreprises du GABON, 2010" . We identified a sample of 3000 Gabonese Small Enterprises, chosen randomly, but only 2001 showed interest in the research. To be part of the sample, enterprises had to match the definition of SEs: (1) be a Gabonese enterprises; (2) employ fewer than 60 persons .The enterprise also must be a manufacturing company registered in the ministry of Small and Medium enterprises of Gabon. It was also necessary that enterprises provide a valid address and the name of the leader as contact in the database. Only small enterprises have been selectioned. Our survey was conducted in two stages: (1) first questionnaire mailing, (2) followed with 50% of enterprises that did not respond to the first mailing. The mailing consisted of sending a cover letter, a questionnaire and return "prepaid freight" envelope by post (1700 enterprises) or by email (301enterprises). The surveys were conducted at an interval of five weeks between the first and second mailing. Among the "237 questionnaires" for this survey, "116" were received after the first mailing, "121" were received after the second mailing (see the  table 1) . It is important to note that the "237 questionnaires" received give a response rate of 11,84%, by taking into account the number of questionnaire sent minus the questionnaires returned for various reasons :enterprise closed, wrong addresses. This rate of answer, although not very high, was already recognized as significant by Widener (2007) on his study about the levers of control. It is also important to consider the fact that the rate of answer is calculated on a sample of 2001 enterprises.
Nonresponse bias analysis
In order to validate the nonresponse bias, we compared available data in the "Repertoire des Petites et Moyennes Entreprises Gabonaises: Annuaire: Ministère des Petites et Moyennes Entreprises du GABON, 2010 " database for respondents and non-respondents of the survey in respect to age and size of enterprises. Using the T-test, we found no significant difference to a threshold of 0.05 between the averages of two groups (0 being the group which did not respond and 1 being the group that responded to the survey). The test results are presented in Table 2 and Table 3 .In regard to the different industries represented in the sample; we can say that there is no non response bias. Indeed, the test performed (chi-square) is not significant at a threshold of 0.05 as shown in Table 4 .
Descriptive statistics of respondents
The enterprise size of respondents was calculated according to the number of enterprises employees. Respondents employ between 1 and 348 employees. (Table 5a ).The experience of respondents in their current position ranged from 1 year to 66 years old. The frequency distributions of years of experience are presented in Table 5b . Over 30 percent of enterprises which responded are family businesses (Table 5c ). Respondents have turnovers ranging from $ 80.000 to 30 million (Table 5d ).Enterprises ages are ranging from 2 to 80 years (Table  5e) . Regarding the specialization of respondents, 31.13% are specialized in business administration; while 62.87% are specialized in sales and marketing (Table 5f .).Regarding the education background, 53.60%% of respondents hold high a school degree, and 46.41% obtained a university degree (Table 6g. ).Respondents come from two principal cities of GABON: Libreville (60%) and Port-Gentil (40%). (Table 5h .). The sector in which respondents operate is presented in table 5i.
Measuring constructs
The different constructs were measured using a questionnaire. The first section of the questionnaire evaluates the individual characteristics of SEs leaders using statements from different tests. The leaders were asked to indicate on a scale of 1 to 7 if they agree or not with the statements: 1 indicating that they strongly disagree and 7 indicating they strongly agree. Intolerance for ambiguity is tested on a scale that includes twenty items (AT-twenty scale, originally developed by Budner, 1962 and updated by Mac Donald Jr., 1970) . Self-esteem is tested on a scale of fourteen items and Locus control is tested with a scale of twelve items that are included in the Entrepreneurial Attitude Orientation (Developed by Robinson et al., 1991) . The average of different characteristics was used. A high average indicates that the characteristic is present on the leader. The section of performance measures includes twenty items on the diversity and eleven items on the use of performance measures. Among the twenty items on the diversity of performance measures, eleven items are financial measures and nine items are non-financial measures. Among the eleven items concerning the use of performance measures, five items measure performance monitoring while the other six items measure the use in order to direct attention. The leader was invited to declare if he/she uses much or less performance measures on a scale of 1(not at all) to 7(very much). We used the average of each item in our constructs. A high average indicates a high use of performance measures. Enterprise management performance is evaluated through a series of eight recurring tasks of an enterprise manager (Mahoney, 1967) . The leader must indicate on a scale of 1 to 7 if he is below average or above for accomplishing various tasks. A ninth item is also present to assess the overall performance of the leader. This item is used as a control variable in our study. Various variables were added to the questionnaire in order to be able to control the variation of the enterprise management performance. The variables of controls are present at two levels: (1) the organizational level: size of the company, the age of the company, the influence of recipients and the type of SE and (2) the individual level: formation of the leader, his experience in the company and its specialization. The descriptive statistics and the matrix of correlation of different constructs are presented in table 5b. For the data analysis, we used SPSS 15.
Results
Connection between individual characteristics and performance measures
First at all statistical analysis of mean comparison was performed to compare the use and the diversity of performance measures according to different individual characteristics. The results are presented in Table 6 . Indeed leaders demonstrating a high degree of self-esteem use performance measures much more intensively in order to monitoring the results than direct the attention. These leaders are regular users of more diverse performance measures, because they use more measures (Financial and nonfinancial) than leaders showing a low degree of self-esteem. Concerning the locus control, leaders showing external locus control use much performance measures for monitoring the results than to direct attention. Leaders showing external locus control use many financial and nonfinancial measures than leaders showing internal control. All tests are significant at 0.05 (p <0.05). The individual characteristic of intolerance for ambiguity has no difference, the use and the diversity as well. Secondly, we conducted a regression analysis to evaluate the influence of individual characteristics on the diversity and the use of performance measures. The goal is to identify the characteristics that influence the diversity and the use of performance measures. The first regression equation is: Y=Diversity; α= Constant; β1=Self-esteem; β2=Locus control; β3=Intolerance for ambiguity. In the table 7, the regression (r2=0,123) explains that the variation of the dependent variable (diversity) is significant (p<0.05). The only variable significant at the 0.05 level is the locus control. This indicates that the locus control has an influence on the diversity of performance measures (see details in table 7).
The second regression equation is: Y=The use; α= Constant; β1=Self-esteem; β2=Locus control; β3=Intolerance for ambiguity. In the table 8, the regression (r2=0.130) explains that the variation of the dependent variable (the use) is significant (p<0.05). This indicates that the locus control has an influence on the use of performance measures (see details in table 8).
Connection between Performance measures and enterprise management performance
To test the connection between performance measures and enterprise management performance, we conducted a comparison of means between groups that more use and less use performance measures (diversity and the use). The tests are significant at 0.05 and show that there is a difference between leaders' management performance and the diversity of performance measures, as shown in table 9 and table 10 . Regarding the enterprise management performance and the use of performance measures, the differences are also significant (see the result details in table 11). Secondly we performed linear regressions to evaluate the influence of the diversity of performance measures, the influence of the use of performance measures including various control variables on enterprises management performance. The control variables used are specialization of the leader, the level of education, enterprise size, the number of years of experience of the leader and the type of SEs. The regression equation is: Y=Enterprise management performance; α= Constant; β1=Diversity of performance measures; β2=The use of performance measure; β3=Education of the leader; β4=Specialization of the leader; β4=Size of the enterprise (number of employees); β5=annual sale; β6=Type of Small Enterprise; β7=experience of the leader. In the table 12, the regression (r2=0.195) explains that the variation of the dependent variable (enterprise management performance) is significant (p<0.05).Variables explaining enterprise management performance (p <0.05) are the diversity of performance measures and the use of performance measures. None of control variables is significant to explain changes in enterprise management performance (see details in table 12).
Connection between individual characteristics, the use, the diversity of performance measures and enterprise management performance
To validate the relationship between individual characteristics, the use, the diversity of performance measures to explain the performance of the enterprise management, we tested several regression equations. The hypotheses were tested using the model regression moderated regression analysis, as well as with the method of comparison of means to test the connection between different variables. With the comparison tests of mean, the only significant interaction is the one combining self-esteem and the diversity of performance measures (Table 13 ). The only significant relationship according to regression testing is performed to intolerance for ambiguity and the diversity of performance measures (Table16).This discrepancy between the results from the comparison of means and regressions is due to the fact that comparison of mean tests performed as first analysis and is less accurate because we put variables into two categories variables while the regression takes into account several level of variables, which can confirm or deny the conclusions obtained by comparisons between average groups.
Y=α+ β1+β2+β3+ε
Y=α+ β1+β2+β3+β4+β5+β6+β7+ε
Y=α+ β1+β2+β3+ε
4.3.1 The use of performance measures according to individual characteristics The first formulation is for the use of performance measures mainly for monitoring results or direct attention. This variable is not only included in the regression but we add an interaction variable between the individual characteristics and use of performance measures, we add the variables of locus control in the regression The formulation of the regression is: Y=Enterprise management performance; a=Constant; X=individual characteristics of the leader; S1=The use; S2=specialization of the leader; S3=Education of the leader; S4=Size of the enterprise (employees); S5=Size of the enterprise(sales); S6=Age of the SE; S7=type of the SE; S8= experience of the leader 4.3.1.1 Intolerance for ambiguity In regard to the characteristic of intolerance for ambiguity and the use of performance measures, the regression is significant at R 2 = 0.177.However, when we analyze each explanatory variable included in the regression (table 14) we note that the only explanatory variable is the use of performance measures (p<0.05). 4.3.1.2 Self-esteem Self-esteem, as individual characteristic was also tested in regression. The regression is also significant at R 2 = 0.242.However in this regression the only two explanatory significant variables are self-esteem characteristic and the use of performance measures (P<0.05). Control variables and interaction term are not significant (see table 15)
Locus Control
The locus control was finally tested in a regression. The regression is also significant at R 2 = 0,289 (table  18) .However, in this regression, the same scenario as self-esteem occurs and the only significant variables are locus and the use of performance measures (P< 0.05).
The diversity of performance measures according to individual characteristics
The second formulation concerns the diversity of performance measures. We have also included the interaction term and the variables controls in the regression. The formulation of the regression is: Y=Enterprise management performance; a=Constant; X= individual characteristics of the leader; S1=The diversity; S2= specialization of the leader;S3= Education of the leader; S4= Size of the enterprise (employees); S5= Size of the enterprise(sales);S6=Age of the SE; S7= type of Small Enterprise;S8=experience of the leader 4.3.2.1 Intolerance for ambiguity The regression results involving intolerance of ambiguity and diversity performance measures are shown in Table 16 .The regression is significant at R 2 =0, 291.The variables diversity of performance measures and the interaction between diversity and intolerance of ambiguity are significant. No other predictor is significant at 0.05 level. 4.3.2.2 Self-esteem The same regression model was also used, taking into account the individual characteristic of self-esteem (see table 17 ).The regression is significant at R 2 =0.219.The only explanatory variable in this case is the diversity of performance measures (P<0.05) 4.3.2.3 Locus control The locus control's characteristic was also included in a regression including the diversity of performance measures (see table 18 ).The regression is significant at R 2 =0.289.The locus control characteristic and the diversity of performance measures are significant (P<0.05).
Discussion
Connection between individual characteristics and Performance measures
The first hypothesis (H 1 ) in this research tested the association between intolerance for ambiguity and the diversity of performance measures. The comparison of means between groups leader shows that intolerance for ambiguity is not a factor explaining the diversity of performance measures used. Moreover, the regression performed on this characteristic indicates that the intolerance for ambiguity is not a predictor of the diversity of performance measures (table 12) The result is the same for the hypothesis (H 3 ) that attempted to demonstrate a connection between intolerance for ambiguity and the use of performance measures This study shows that there is no significant difference between tolerant leaders and intolerant leaders for ambiguity. The Table 8 demonstrates that the intolerance for ambiguity is not an explanatory variable of the use of performance measures. This lack of difference between tolerant and intolerant leaders for ambiguity can be linked to the measuring instrument used to characterize leaders but also by the fact that the leaders of Small enterprises must, according to the type of Small Enterprise, demonstrate higher tolerance for ambiguity than leaders of large enterprises. Regarding the positive relationship between internal locus control and the diversity of performance measures (H 6 ), the results indicate an inverse relationship to the result we had predicted. Indeed leaders showing an external locus control tend to use more diverse performance measures. The Regression for the locus control is a significant predictor p< 0.05 (table 8) .
Regarding the assumption about the internal locus control and the use of performance measures (H 5 ), the result of the regression presented in table 8 indicates that the characteristic of locus control is significant at P< 0.05 and can explain the use of performance measures. These results seem to confirm the findings of Fisher (1996) who came to the same conclusion. His research results indicates that the fact that a leader present an internal locus control demonstrate that he believes that he has everything he needs to perform well and develop his enterprise; which is different for the leader presenting an external locus control. Assumptions about the characteristic of self-esteem indicated that leaders with a low degree of self-esteem were positively associated with the diversity of performance measures (H9) and the use of performance measures (H10). Regarding the comparisons of means, the results indicate that a leader (contrary to our expectations) showing a high degree of self-esteem use more intensively diverse performance measures than a leader showing low degree of self-esteem. Regressions performed on these assumptions and presented in table 7 and table 8 shows, however, the self-esteem is not a predictor of diversity and the use of performance measures. No explanation was found in the literature about self-esteem assumptions. However, we can attempt explanation of the fact that a leader showing high self-esteem would like to have confirmation that he succeeds in enterprise management ,so more performance measures are used more confirmations will come and thereby the gratitude to the leader. This need for self-esteem may explain the establishment of more measurement and how the leader uses these measures, while the leader showing low self-esteem would not be tempted to use many performance measures and would not use them in order to direct attention but only to monitoring results.
Connection between performance measures and enterprise management performance
The second objective of this study is to attempt to demonstrate positive association between the diversity and the use of performance measures on enterprise management performance. The hypothesis 13 tested the positive relationship between the diversity of performance measures and enterprise management performance. The linear regression explaining enterprise management performance is presented in table 12. There is then a positive connection between the diversity of performance measures and enterprise management performance. The hypothesis 14 is also confirmed. This hypothesis tested the positive relationship between the use of performance measures and enterprise management performance (see table 12 ). This regression explained R 2 = 0.195 of the variation in the dependent variable (enterprise management performance) and is significant at P<0.05.Talking about different explanatory variables, variables explaining enterprise management performance (p <0.05) are the diversity of performance measures and the use of performance measures. None of the control variables is significant for explaining changes in enterprise management performance (see table 12).
Conclusion
The aim of this research was to provide an explanation of individual characteristics of Gabonese Small Enterprise leader in connection with the use and the diversity of performance measures. The problematic of this research was: how can the enterprise leader's individual characteristics impact on the Performance Measures Systems? What are the relationship between Performance Measures Systems and the enterprise management performance? In other words these research objectives were: first to demonstrate the connection between SEs leaders' characteristics and PMS; secondly to analyze the relationship between PMS and enterprise management performance. The research results prove that there is a link between the individual characteristic of locus control and self-esteem and performance measures (the diversity and the use).In other words, they demonstrate that leaders showing an external locus control and a high level of self-esteem use more diverse performance measures. This research also demonstrates the relationship between PMS (diversity and use) and enterprise management performance. This study has implications for Gabonese Small Enterprises management practices. We cannot separate SEs leaders' individual characteristics from enterprise management. This research questions about the use and the diversity of PMS according to the individual characteristics present in enterprise leaders. This study presents several limitations which must be mentioned. The first is the validity of measurement instruments for leaders' individual characteristics. All measurement instruments that we used are valid. However, previous studies used several years old instruments, so we can't ensure the validity of their old instruments. Secondly, enterprise leaders when responding to a survey often make a difference between their individual characteristics and their role as enterprise leader. Moreover, enterprise management performance is evaluated using a subjective method, this measure is then perceptual. It represents the eight tasks of an enterprise leader; however, these tasks are not necessarily representative for all Gabonese leaders who responded to the survey. We hope that this study will contribute to the progress of management performance of Small Enterprises in GABON. Description for table 2: We found no significant difference at P< 0.05 between the averages of two groups (0 being the group which did not respond and 1 being the group that responded to the survey).In regard to the different industries represented in the sample; we can say that there is no nonresponse bias. Description for table 3: We found no significant difference at P< 0.05 between the averages of two groups (0 being the group which did not respond and 1 being the group that responded to the survey).In regard to the different industries represented in the sample; we can say that there is no nonresponse bias. Description for table 5r: Enterprises ages are ranging from 2 to 80 years Description for table 6: * Significant at 0.05.All tests are significant at 0.05 (p <0.05). The individual characteristic of intolerance for ambiguity has no difference, the use and the diversity as well. 
Note for table 15:
The regression is also significant at R 2 = 0.242 .However in this regression the only two explanatory significant variables are the self-esteem characteristic and the use of performance measures (P<0.05). Control variables and interaction term are not significant. Note for table 18: The regression is also significant at R 2 = 0.289. The locus control and the diversity of PM are significant (P<0.005).
